This study aims to examine the indirect relationship between organizational justice and employees' affective organizational commitment via the mediating effect of job satisfaction. In the research design, all three dimensions of organizational justice -distributional, procedural, and interactional -were considered. A questionnaire was distributed to 361 employees of pharmaceutical companies in Jordan, with a response rate of 93%. Data from the questionnaires were then analyzed and the study's hypotheses were tested with structural equation modeling using Amos 20. The results confirmed that job satisfaction plays a mediating role between organizational justice and affective commitment. This accords with the findings of similar studies in developed countries, emphasizing the vital role of organizational justice in shaping employees' behaviors and attitudes. This study is unique in investigating a concept that has been rarely explored in developing countries. It will help improve the scarcity of such research, especially in the Middle East. The study also urges that future research further tests this model in additional developing contexts to enable more generalized conclusions.
Introduction
While prior studies have decisively concluded that employees' perceptions of fairness in the workplace significantly affect their attitudes and behaviors towards their organization (Colquitt, Conlon, Wesson, Porter, & Ng, 2001; Latham & Pinder, 2005) , recent years have witnessed rekindled interest in the important concept of organizational justice and its significant effect on various employee attitudes, such as job satisfaction, turnover intention, and organizational commitment (Choi, Moon, Ko, & Kim, 2014) . However, as employees' perceptions of justice do not directly generate initiative behaviors, affective commitments to the organization must be created in advance (López-Cabarcos, Pinho, & Rodríguez, 2016) . For example, Gumus, Hamarat, Colak, and Duran (2012) demonstrated that high levels of organizational justice are positively related to job satisfaction, affective commitment, and trust. In particular, organizational justice has been proven to boost employees' job satisfaction levels and thereby positively influencing their affective commitment, which is necessary to have in order for individuals to perform their best (Zainalipour, Fini, & Mirkamali, 2010) . In fact, Moon, Hur, Ko, Kim, and Yoon (2014) asserted, based on research findings, that employees who perceive that justice in their workplace is high are more affectively committed to their organization.
These studies have highlighted the extreme importance of organizational justice in shaping employees' behaviors and attitudes. Just treatment in the workplace, along with the creation of a fair atmosphere, inspires employees to demonstrate desirable behaviors toward their co-workers, managers, and the entire organization (Mohammad et al., 2016) . Accordingly, it is essential for organizations to focus on implementing organizational justice and to view it as a priority for cultivating satisfaction and affective commitment among employees who are, in turn, able to achieve organizational goals and objectives. Employee satisfaction, retention, and commitment are critical issues for organizations in the current era of knowledge workers (Eisenberger & Rezaei, 2016) . Since several studies have confirmed the positive effect of organizational justice delivery on job satisfaction and affective organizational commitment (Aküzüm, 2014; Imran, Majeed, & Ayub, 2015; Kofi, Asiamah, & Mireku, 2016) , organizational justice implementation is, thus, fundamental in maximizing employees' work outcomes.
Since every organization's ultimate goal is to achieve sustainable performance and growth, and virtually every organization seeks to maximize employee productivity, it is important to note that a primary determinant of an employee's productivity is their affective commitment to their organization. Therefore, by implication, to achieve optimum employee productivity, organizations should both optimize and reap the benefits of individual employees' commitment (Kofi et al., 2016) .
Although the relationship between organizational justice and work outcomes has been established in Western literature, this relationship has yet to be investigated in developing Eastern countries (Y. Hao, J. Hao, & Wang, 2016) . In this respect, organizational justice needs to be further investigated in a non-Western context as a potential predictor for employees' job satisfaction levels and, in turn, as a clear antecedent of employees' affective organizational commitment. Imran et al. (2015) found a positive relationship between organizational justice and employees' job satisfaction levels. Elamin (2012) revealed that organizational justice plays a significant role in influencing Saudi employees' level of job satisfaction and commitment while Suliman and Al Kathairi (2012) show that organizational justice (procedural and interactional) is positively and significantly correlated with affective commitment, continuance commitment, and job performance. Al-Zu'bi (2010) found a positive association between organizational justice and job satisfaction amongst employees in electrical industrial companies in Jordan. Accordingly, the present study aims to explore the indirect relationship between justice perceptions and employees' affective commitment through the mediating effect of job satisfaction. The study was conducted in the non-Western developing country of Jordan, focusing particularly on the context of pharmaceutical manufacturing companies. This study proposes a research framework that will broaden existing knowledge of the consequences of organizational justice perceptions. The results could provide scholars and practitioners with suggestions and recommendations on how job satisfaction and affective commitment could be supported in pharmaceutical manufacturing companies.
Literature Review

Organizational Justice
Organizational justice can be traced back to the 1980s when Greenberg (1987) is said to have formally introduced the term (Park, Song, & Lim, 2016) . Since then, organizational justice has emerged as one of the most important concepts in management research (Rai, 2015) . It involves the fair treatment of employees within the organization (Skarlicki & Kulik, 2004) , and it is an important prerequisite for the effective functioning of an organization (Morin et al., 2011) .
Various dimensions of organizational justice have been introduced in the organizational justice literature. Among one of the most acknowledged approaches is the three-factor model that separates organizational justice into three dimensions: distributive, procedural, and interactional justice (Choi et al., 2014; Park et al., 2016) . While earlier research classified organizational justice into five factors/dimensions comprised of distributive, procedural, interactional, interpersonal, and informational justice (Folger & Cropanzano, 1998; Greenberg, 1990b) , modern scholars have mostly aggregated the last two factors (interpersonal and informational justice) under the umbrella of one dimension: interactional justice.
The first dimension, distributive justice, refers to an employee's perception of fairness regarding output distribution amongst their peers (Greenberg, 1990a; Colquitt et al., 2001 ). Here, output comprises both monetary and nonmonetary items (such as salary, benefits, promotions, etc.) that employees receive in exchange for their invested input in the workplace (Kofi et al., 2016) . Employees draw comparisons between their own output/input ratio and those of their peers. They evaluate whether they are being fairly compensated for the amount of effort they invest, using their peers' compensation package as their benchmark. If the ratio is the same for all peers, then it can be said that distributional justice has been achieved within that organization (Ohana & Meyer, 2016) .
The second dimension, procedural justice, concerns employees' perception of the methods, procedures, and processes used by the organization in distributing monetary and/or non-monetary outcomes amongst its employees (Folger & Cropanzano, 1998) . In other words, procedural justice refers to the perceived fairness of the decisionmaking process by which outcomes are distributed (Wang, Liao, Xia, & Chang, 2010) . It also encourages employees to achieve their personal objectives, satisfies the specific need for interpersonal attachments (Chênevert, Jourdain, Cole & Banville, 2013) , and relates to the fairness of the decision-making processes that affect employees (López-Cabarcos et al., 2016) The third and final dimension, interactional justice, concerns employees' perceptions of their treatment during the enactment of organizational procedures (Bies, 2001; Bies & Moag, 1986) . As the definition suggests, interactional justice is comprised of two aspects: interpersonal justice and informational justice. Interpersonal justice concerns the interpersonal treatment of employees within the organization, specifically whether they are treated properly, with dignity, politeness, and respect. Conversely, informational justice relates to the quality of information made available to employees in terms of providing adequate explanations and rationales for decisions made by superiors (Cheung, 2013; Lam, Loi, & Leong, 2013) .
Affective Commitment
Organizational commitment is mostly defined in the literature as a measure of an employee's psychological attachment to their organization (Lambert, 2003; Kofi et al., 2016) . There seems to be consensus among researchers to view organizational commitment as a multi-dimensional construct that is mainly comprised of three dimensions: affective, normative, and continuance commitment (Meyer & Allen, 1991) . Several studies have confirmed that there is a positive link between the various forms of organizational justice and affective commitment (e.g., Chou, Seng-cho, Jiang, & Klein, 2013; Marzucco, Marique, Stinglhamber, De Roeck, & Hansez, 2014; Ohana, 2014; López-Cabarcos, et al., 2016) .
The first dimension, affective commitment, describes an employee's emotional attachment towards their organization, which governs their involvement and level of commitment within that organization (Mensah, Akuoko, & Ellis, 2016) . It indicates an employee's emotional belonging to, identification with, and engagement within an organization (Allen & Meyer, 1990) . It is usually characterized by the employee's willingness to work extra hours, a sense of identification and attachment with the organization, and the absence of both turnover and turnover intent (Kofi et al., 2016) . The second dimension, normative commitment, is based on an employee's sense of obligation toward their organization (Akanbi & Ofoegbu, 2013) . While the first two dimensions principally relate to the psychological/emotional aspect, the third dimension, continuance commitment, does not. Instead, it refers to an employee's commitment to the organization based on evaluating the costs associated with leaving (Meyer & Allen, 1991) .
Affective commitment is the dimension most likely to have a strong relationship with workplace outcomes since employees impart greater effort when they possess high levels of attachment, identification, and internalization (Giri & Kumar, 2013) . Consequently, it is considered the most widely studied dimension of the three (Esfahani, Ghasemi, & Tabrizi, 2014) . Additionally, in most studies, of all three dimensions, affective commitment yields the most reliable results (López-Cabarcos et al., 2014) . It has been demonstrated that normative and continuance commitments have persistent, unstable reliabilities in cross-cultural contexts (Liao, Hu, & Chung, 2009 ). Thus, several recent studies focused solely on affective commitment as a measure of the overall organizational commitment construct (e.g., Saha & Kumar, 2017) . Therefore, this research focuses on organizational justice as a key factor affecting employees' affective commitment.
Job Satisfaction
Job satisfaction is a widely popular construct in the literature (Saha & Kumar, 2017) . A widely accepted definition of job satisfaction is that of Locke (1976 Locke ( , p. 1304 : "a pleasurable or positive emotional state resulting from the appraisal of one's job or job experiences." A more recent definition describes job satisfaction as the difference between the amount of valued outcome that employees receive and the amount of that outcome they feel they ought to receive (Halepota & Shah, 2011) .
It is interesting to note that job satisfaction encompasses both an emotional and attitudinal aspect. It involves how an employee feels towards their job (emotional aspect), and whether that employee will form a positive or negative evaluative judgment about their job situation (attitudinal aspect) (Barakat, Isabella, Boaventura, & Mazzon, 2016) . It is, therefore, a very important construct that is of extreme value to organizations. This is due to numerous studies highlighting job satisfaction as a potential determinant of many workplace outcomes, such as organizational commitment, turnover, absenteeism, performance, etc. (Goh, Elliott, & Quon, 2012) . Furthermore, the importance of job satisfaction stems from the fact that it can easily be influenced by an organization's actions, with its primary antecedents within the scope of management's influence (Saha & Kumar, 2017) . Consequently, an organization's actions can elicit either positive or negative emotions amongst its employees (Barakat, Isabella, Boaventura, & Mazzon, 2016) . This gives organizations leverage to influence employee attitudes, such as job satisfaction and organizational commitment.
Theoretical Framework
Organizational Justice and Affective Commitment
Numerous researchers have empirically studied the two constructs of organizational justice and organizational commitment, and the studies have generally confirmed a positive relationship between them  Imran et al., 2015; Kofi et al., 2016) . More specifically, several studies have focused particularly on examining the relationship between organizational justice and affective commitment. Conclusions from those studies reveal that when an organization's employees perceive that high levels of organizational justice are present, they manifest higher levels of affective organizational commitment (Rego & Cunha, 2008; Colquitt et al., 2013; Moon et al., 2014; Ohana & Meyer, 2016) .
The explanation for this positive correlation could be attributed to theories of social exchange and reciprocity. When employees are treated fairly and perceive the presence of justice in their workplace, they interpret this as the organization demonstrating concern for them; thus, they will want to reciprocate in the spirit of social exchange by voluntarily becoming more affectively committed (Ohana & Meyer, 2016) .
Based on the above argument, organizations that treat employees in a fair and respectful manner are better able to nurture positive attitudes, such as affective commitment; hence, the following hypothesis is proposed:
H1: There is a positive and significant effect of organizational justice on employees' affective commitment.
Organizational Justice and Job Satisfaction
According to Abekah-Nkrumah and Atinga (2013), all three dimensions of organizational justice have a theoretically significant influence on an employee's job satisfaction. In fact, prior literature reveals a significant relationship between organizational justice and job satisfaction (e.g., Abekah-Nkrumah & Atinga, 2013; Crow, Lee, & Joo, 2012) . While justice in the workplace leads to feelings of contentment and satisfaction with one's job, the converse is that lower levels of organizational justice stimulate employee dissatisfaction, resentment, and even bitterness towards the organization (Rae & Subramaniam, 2008) .
Based on the above discussion, job satisfaction is proposed as an outcome of organizational justice:
H2: There is a positive and significant effect of organizational justice on job satisfaction.
The Mediating Role of Job Satisfaction
Among the three organizational commitment dimensions, it has been found that affective commitment is the most correlated with workplace outcomes, especially job satisfaction (Meyer, Stanley, Herscovitch, & Topolnytsky, 2002) . Furthermore, several studies have uncovered that the level of affective commitment varies based on an employee's job satisfaction level (Jernigan, Beggs, & Kohut, 2002) . While most studies have regarded job satisfaction as an independent variable, it is actually more favorable to consider job satisfaction as a mediating variable (Lok & Crawford, 2001; Jernigan et al., 2002) . Organizational support given to employees improves positive behaviors and attitudes like affective and normative commitment (Riggle, Edmondson, & Hansen, 2009 ); on the other hand, perceived organizational support has either an insignificant effect (Randall, Cropanzano, Bormann, & Birjulin, 1999) or a negative effect (LaMastro, 2008) .
In addition, previous research has demonstrated that high levels of organizational justice are positively associated with job satisfaction and affective commitment (Gumus et al., 2012) . If employees perceive that their efforts at work are fairly reciprocated, they will demonstrate affective commitment to the organization (He & Brown, 2013) . Eisenberger et al. (1986) found that when people feel that an organization acts fairly, they interpret such fair actions as signals indicating that the organization cares about and values them.
Based on the above literature, the following two hypotheses are proposed:
H3: There is a positive and significant effect of job satisfaction on employees' affective commitment.
H4:
There is a positive and significant mediation effect of job satisfaction between organizational justice and employees' affective commitment.
Methodology
Pharmaceutical manufacturing companies in Jordan were selected for the study. These are knowledge-intensive businesses that form part of the service sector. They are distinguished from other kinds of firms in that they claim the following unique qualities: they have qualified local human resources, and they produce qualified products and/or services (Dahiyat, 2015) . According to the Jordanian Association of Pharmaceutical Manufacturers, as of March 2017, there were 14 such companies in Jordan with a combined total of 5,484 employees, all of which were included in this research's subject population. Using stratified random sampling based on the number of employees in each company, a recommended research sample size of 361 was derived from this population. Some employees were discouraged from participating in this research by their organizations' internal policies, which decreased the total number of participating employees. Of the 361 distributed questionnaires, 337 (93%) were completely answered. Of the 337 respondents, 194 (57.6%) were male and 143 (42.4%) were female. (86.3%) were 30 to 40 years old, 65.6% held a bachelor's degree, and (93.5%) were employed at a non-managerial level. The unit of analysis is head of department and supervisors and non-managerial employees.
Measures
As previously stated, distributive justice relates to employees' perceptions about the fairness of outcomes, including payment, promotion, rewards, etc. This construct will be measured using a five-item scale originally established by Niehoff and Moorman (1993) , measured on a five-point Likert-type scale.
Procedural justice, which focuses on the perceived fairness of the processes by which outcomes are distributed amongst employees, will be measured using Niehoff and Moorman's (1993) six-item scale, measured on a fivepoint Likert-type scale.
The final dimension of organizational justice -interactional justice -entails treating employees with interpersonal and informational dignity, respect, honesty, and candidness. It will be measured using Niehoff and Moorman's (1993) six-item scale, also measured on a five-point Likert-type scale.
Defined as the extent of an employee's attachment to, sense of unity with, and interest in the future of their organization, the dependent variable, affective commitment, was measured using the six-item measure developed by Meyer (1990, 1996) , Meyer and Allen (1991) , and Mowday, Porter, and Steers (1982) , measured on a five-point Likert-type scale.
Finally, for the mediating variable, job satisfaction is defined as an employee's psychological disposition towards their job. It will be measured through six items developed by Lee (2002) , using a five-point Likert-type scale.
Validity and Reliability
Construct validity was assessed through exploratory and confirmatory factor analyses (EFA and CFA, respectively), beginning with the EFA methods of principal component analysis and promax rotation. All the question items were entered simultaneously and the pattern matrix revealed five distinct factors, as had initially been expected. Some items loaded onto two factors or showed factor loadings less than 0.40 and were thus deleted. Moreover, eigenvalues for all the resulted factors were greater than 1.0. Cronbach's α coefficient indicated high reliability of the measurement scales, with α > 0.70 implying satisfactory internal consistency (Hair, Black, Babin & Anderson, 2010) . (Bollen, 1989) . The CFI, GFI, NFI, and NNFI were each greater than the suggested minimum value of 0.90, while the RMSEA and RMR both indicated acceptable values (Hu & Bentler, 1999) . These indices indicated a sufficient level of unidimensionality and convergent validity. Moreover, the standardized coefficients for all the items were greater than twice their standard errors, indicating additional support for convergent validity (Anderson & Gerbing, 1988) . Furthermore, all the factor loadings were greater than 0.50, while average variance extracted (AVE) values for all the measurement scales exceeded 0.50, providing additional evidence of convergent validity (Fornell & Larcker, 1981) . The composite reliability for all the scales exceeded 0.70, indicating a satisfactory level of reliability (Fornell & Larcker, 1981) . Table 1 shows the standardized factor loadings of EFA and CFA, Cronbach's α values, and composite reliability for the measurement scales. The final model fit indices using second-order constructs (organizational justice, job satisfaction, and affective commitment) also fitted the data reasonably well (X Discriminant validity was evaluated by ensuring that the square root of each AVE value was greater than the absolute correlation value between that scale and other scales. All the measurement scales met this criterion, indicating strong support for discriminant validity (Fornell & Larcker, 1981) , as shown in Table 2 . Additionally, the AVE value for each measurement scale exceeded maximum shared squared variance (MSV) and average shared squared variance (ASV) values, providing further support for discriminant validity (Hair et al., 2010) . 
Results
The research hypotheses were tested using structural equation modeling (SEM) with maximum likelihood estimation using Amos 20. SEM allows simultaneous testing of direct and indirect effects. The results showed that the effect of organizational justice on affective commitment is positive and significant (β = 0.587, p < 0.001), thus supporting H1. The effect of organizational justice on job satisfaction was also positive and significant (β = 0.540, p < 0.001), thus supporting H2. For the direct effect of job satisfaction on affective commitment, the results revealed a positive and significant effect (β = 0.294, p < 0.001); therefore, H3 was also supported.
The mediation effects were tested using the bootstrapping method (Shrout & Bolger, 2002) , which is more accurate than the method proposed by Baron and Kenny (1986) (MacKinnon, 2008; Mallinckrodt, Abraham, Wei, & Russell, 2006) . The main advantages of the bootstrapping re-sampling approach are that it is appropriate for both large and small samples, and this method does not require a normal distribution assumption for the indirect effect (Hayes, 2009) . We selected 1,000 bootstrap samples with 99% bias-corrected confidence intervals (Hayes, 2013) . To accept or reject our hypothesis regarding the indirect effect (H4), the lower and upper bounds of confidence intervals needed be checked. If these two bounds include zero, then the alternate hypothesis is rejected, since this means that the indirect effect is zero with 99% confidence level. Conversely, if the two bounds do not include zero, then the alternate hypothesis is accepted.
The results showed that job satisfaction positively and significantly fully mediated the relationship between organizational commitment and affective commitment (the confidence intervals are between 0.062 and 0.270, p < 0.01); thus, H4 was also supported. Figure 1 illustrates the direct and indirect effects, and Table 3 provides a summary of each tested hypothesis. JUS → JS → AC 0.159** (indirect effect) Supported Notes. ***p < 0.001, **p < 0.01. JUS: Organizational justice, JS: job satisfaction, AC: affective commitment.
Discussion
The study's results reveal that job satisfaction indeed plays a significant mediating role between organizational justice and affective commitment. These findings elucidate organizational justice as the antecedent for the whole reaction chain, which accords with previous studies (e.g., Rai, 2015) that have depicted justice as one of the most important concepts in management research. This study also confirms the findings of former studies (e.g., Gumus et al., 2012; Imran et al., 2015; Kofi et al., 2016 ) that have demonstrated a positive relationship between organizational justice, job satisfaction, and affective commitment: the higher the perceptions of organizational justice in the workplace, the greater employees' satisfaction with their jobs and, therefore, the more committed they will feel toward their organization. Other recent studies merely examined two of the three types of organization justice while also revealing a positive relationship. For example, Moon et al. (2014) , Imran et al. (2015) , and Ohana and Meyer (2016) all asserted that high levels of justice foster an environment of affective commitment, while others have established a positive relationship between organizational justice and job satisfaction (Crow et al., 2012) .
Despite numerous studies examining the relationships between the three constructs of organizational justice, job satisfaction, and affective commitment, none have explained the mechanism by which the concepts directly or indirectly affect one another. This study, therefore, uniquely explains the mechanism through depicting job satisfaction as a mediating variable between organizational justice and affective commitment, rather than as an independent variable. Jernigan et al. (2002) actually consider this to be a more favorable approach. In fact, several studies have uncovered a direct causal relationship between job satisfaction and affective commitment (Jernigan et al., 2002) .
The information revealed in this study serves both academics and practitioners by highlighting the incredible importance of organizational justice as the capital for cultivating sought-after attitudes and behaviors among employees. Indeed, as described earlier, the chain of relationships could be explained by social exchange theory as the greater the justice perceived by employees in the workplace -whether distributional, procedural, and/or mas.ccsenet.org Modern Applied Science Vol. 13, No. 2; 2019 interactional -the more satisfied they will be with their jobs and, consequently, the more affectively committed they will become toward the organization through heightened feelings of belonging and devotion (Ohana and Meyer, 2016) .
Furthermore, this study applies the well-established concepts of organizational justice, job satisfaction, and affective commitment to a virtually untapped region: Jordan. In confirming the findings of similar studies in more developed Western countries, this study indicates that cultural context does not play a major role, and that justice is valued and leads to desirable workplace outcomes regardless of the context. Nevertheless, because one study is not sufficient to fill the current literature gap, caution should be taken before generalizing such results to all developing Eastern countries.
Managerial Implications
Achieving optimum employee productivity has long been the goal of businesses across all sectors. To achieve this, organizations must ensure that their employees are satisfied with their jobs and committed to the organization (Kofi et al., 2016) . This is where the study achieves its goal of presenting organizational justice as the antecedent of desirable employee outcomes. It is, thus, crucial for management to realize the importance of organizational justice in shaping employees' attitudes and behaviors. In fact, the sooner organizations realize the benefits of implementing all dimensions of organizational justice, the faster they will see results. On the contrary, if aspects of justice are neglected and unfairness spreads in the workplace, an environment of dissatisfaction, bitterness, and acrimony will be stimulated, which could lead to catastrophic outcomes, such as loss in productivity, poor performance, and/or high turnover (Rae & Subramaniam, 2008) .
In addition to implementing justice, it is vital for practitioners to understand the role of job satisfaction as a mediating variable between organizational justice and affective commitment. Since job satisfaction incorporates both emotional and attitudinal aspects, management can deduce the importance of job satisfaction as a potential determinant of many workplace outcomes (Goh et al., 2012) . At the same time, it can easily be influenced by an organization's actions, such as in respect of organizational justice (Saha & Kumar, 2017) .
Limitations and Future Research
Given that a single study on a developing country cannot produce generalizable findings, the authors call for further testing of models pertaining to how organizational justice affects job satisfaction and, in turn, affective commitment. The study examined one dimension of organizational commitment (affective commitment) and excluded the other two dimensions (normative and continuance commitment). It included all dimensions of organizational justice as a single construct rather than examining the roles of distributional, procedural, and interactional justice on job satisfaction and affective commitment. It is therefore recommended that this model be tested in other industries to see if the results are consistent. Finally, it would also be beneficial for future research to separately consider the effects of each organizational justice dimension by exploring their individual effects on workplace attitudes and behaviors. Moreover, it would be useful to investigate the mediating role of job satisfaction on the relationship between components of organizational justice and the three types of commitment constructs in a Middle Eastern context.
Conclusion
There is a positive, significant relationship between organizational justice and affective commitment. However, the study confirmed that the relationship is not as direct as previous studies have depicted. In fact, job satisfaction serves as a mediating variable between the two. This accords with the findings of studies conducted in developed Western countries, which could indicate that justice is cherished regardless of the cultural or national context. Nevertheless, more studies need to be conducted in developing Eastern countries in order to bridge the gap caused by lack of prior research in such regions (Hao et al., 2016) . In addition, the study emphasizes the importance of organizational justice in sparking desired employee attitudes and behaviors; therefore, management should pay attention to implementing justice in all its forms -distributional, procedural, and interactional -in the workplace. This is fundamental in reaping positive work outcomes from employees (Kofi et al., 2016) .
